Introduction
The objective of the present paper is to examine the effects of job characteristics on general life satisfaction, taking a capability approach (CA) perspective. So far, distinct fields of research have studied various aspects of jobs, or work in general. Their research questions, however, vary in part substantially. Sen (1975) distinguished the income, the production, and the recognition aspect. Traditional labor economics, for instance, studies among other things the amount of work (i.e., labor supply); for an introduction see Cahuc & Zylberberg (2004) . The International Labor Organization (ILO), instead, emphasizes the quality of work (e.g., aspects of workers' protection and safety); see ILO (2012) but also Sehnbruch (2008) , Lugo (2007) . Moreover, the motivation for work (Hackman & Oldham (1980) ) and satisfaction with one's job have also been studied (Benz & Frey (2004) ). Finally, both selected job characteristics (e.g., job security) and differences in employment statuses (e.g., self-or unemployment) have also been examined using the life satisfaction approach (LSA).
From a CA point of view, four shortcomings of the previous work, analysing the link between job characteristics and subjective well-being, seem relevant. Much of the previous research focussed on the narrow notion of job satisfaction, rather than overall subjective well-being (SWB), since often a worker's well-being is of instrumental interest only. Moreover, studies frequently motivate their working hypothesis rather ad hoc. Although intuitive and appealing, they typically could benefit from a more systematic approach.
The empirical approaches taken often address issues related to employment statuses rather than to specific characteristics of labor, and frequently do not control for unobserved heterogeneity, although previous studies suggest this to be relevant. Admittedly, the latter two shortcomings regularly arise from data limitations. The data I use, however, provide detailed information about job characteristics and allow me to control for unobserved heterogeneity. To motivate hypotheses more systematically, I make use of the CA's conceptualization of well-being.
The CA's notion of human well-being rests upon the key concepts of func-tioning achievements and capabilities, but also explicitly allows i.a. for the role of resources, individual heterogeneity, freedom of choice, and utility. See Sen (1987 Sen ( , 1992 Sen ( , 1999 ) for more details. Taking this perspective, job characteristics are conceived as inputs for functioning achievements, which individuals ultimately have reason to value. Therefore, job characteristics are only of instrumental rather than intrinsic relevance. Thus the hypothesis the present paper examines empirically-viz., whether job characteristics are associated with higher SWB-is motivated by the characteristics' instrumental relevance for achieving functionings. The paper's research questions are as follows: First, is it possible and reasonable to operationalize specific job characteristics, such as access to situations which provide opportunity for autonomous choice or the amount of workload, using a latent variable approach? Second, do job characteristics provide a source of general life satisfaction-i.e. overall SWB as well-that is beyond their purported domain of job satisfaction? Third, do job characteristics account for the differential life satisfactions of different employment statuses? More specifically, does the unemployed's dissatisfaction arise from being deprived of functionings that some job characteristics are key to achieving? Fourth, does controlling for unobserved heterogeneity matter for analysing the effect of self-assessed job characteristics on subjective wellbeing?
Answering these questions (i) sheds some light on the anatomy of wellbeing, specifically on the complexity of the work-well-being link. Moreover, the presented evidence may (ii) provide an additional justification for scrutinizing selected job characteristics or for using them in well-being or poverty measures. Finally, answering these research questions may provide evidence against adaptive preferences and thereby may help to link LSA and CA more closely. 1 The CA's concern for adaptation or adaptive preferences renders bringing both literatures together an intricate endeavor; see Comim (2005) . However, significantly higher life satisfaction precisely indicates the sensitivity of the individual's valuation to variation in job characteristics, i.e. they are in fact valued. Moreover, to examine individuals' valuation of things like characteristics or achievements is also a first step towards a dynamic perspective, i.e., adaptational analysis, as, e.g., in Clark et al. (2008) , Powdthavee (2009 ), Suppa (2012a .
Job Characteristics and Subjective Well-Being
The results suggest that (i) the four latent job characteristics are valid constructs, (ii) favourable job characteristics increase life and job satisfaction significantly, (iii) job characteristics account for some of the unemployed's dissatisfaction, and (iv) controlling for unobserved heterogeneity is crucial in such exercises. The remainder is structured as follows: Section 2 presents the related literature and illustrates its shortcomings from a CA point of view. Section 3 contains the CA's conceptual underpinnings; section 4, the empirical strategy. The results are presented in section 5 and discussed in section 6. Finally, section 7 concludes.
Related Literature
Previous studies on job satisfaction explicitly examined selected job aspects, one of the first being Hackman & Oldham (1980) . While some used directly observable indicators such as type of contract (e.g., Hanglberger (2011)), others used satisfaction with various job characteristics (e.g., Skalli et al. (2008)) 2 . Most studies, however, employ self-assessed job characteristics, either in combination with an exploratory factor analysis (e.g., Cassar (2010 ), Fahr (2011 ), Poggi (2008 ) or without (e.g., Cornelißen (2009)). Others studies, such as Andersson (2008) , Benz & Frey (2004 , Hanglberger & Merz (2011) , found higher job satisfaction for the self-employed, suggesting evidence for procedural utility, such as being one's own boss. Recently, there has also been interest in examining the job satisfaction of part-time employed; see, e.g., Booth & van Ours (2008) , Willson & Dickerson (2010) . Studies on job satisfaction are, however, often motivated by a human-resource perspective, meaning that high job satisfaction is of instrumental rather than intrinsic interest, since it is found to increase productivity and to reduce absenteeism and the probability of quitting (see, e.g., Fahr (2011)).
Moreover, within this framework the job characteristics' influence on wellbeing is confined a priori to some specific domain.
In contrast, the life satisfaction literature (i) is directly concerned with individuals' well-being and (ii) broadens the scope of the analysis beyond one specific domain. Some studies in this field of research have also focussed on differences among employment statuses in reported life satisfaction. For instance, the unemployed have been found to report a lower life satisfaction (see, e.g., Clark & Oswald (1994) , Winkelmann & Winkelmann (1998 ), Gerlach & Stephan (1996 
Conceptional Background
To evaluate human well-being from the CA perspective, it is the functionings space that is of key interest; see Sen (1987 Sen ( , 1992 . 
Job Characteristics and Subjective Well-Being Finally, Sen (1987) How to link the (rather empirical) subjective well-being literature more closely to the CA is not yet clear. For a discussion see Comim (2005 Comim ( , 2008 , Schokkaert (2007) , Stewart (2012) . The present study does not explicitly address this issue. Nonetheless, it illustrates how to employ the widely used life satisfaction framework to analyze questions from a CA perspective. From the CA perspective the LSA may provide valuable insights regarding (i) what people in fact do value (evidential interest), (ii) information about preferences, (iii) how to conceive happiness and life satisfaction within the CA, and (iv) the nature and prevalence of adaptive preferences. 5 More details are provided in Suppa (2012b) , but also see Lancaster's characteristics approach to occupational choice.
clude, namely as additional activities. Regarding the various manifestations of labor, the present study confines itself to regular jobs, i.e., wage labor and self-employment. A more comprehensive approach allowing for several activities is left for future research.
For the present exercise characteristics, like goods as well, are of derived interest only, as they are used as means for achieving functionings; see Sen (1984) . The hypothesis the present study examines empirically-whether favourable job characteristics are associated with a higher life satisfactionis, therefore, not motivated by an intrinsic valuation of the characteristic itself. Instead, job characteristics are valued for helping functionings to achieve, i.e., they are of instrumental interest only. Clearly, we expect the job characteristics to be correlated with life satisfaction only as long as the relevant functioning achievements themselves are not controlled for. Taking explicit account of functioning achievements is, however, beyond the scope of the present paper and is thus left for future research. [ Table 1 about here.] Table 1 shows the indicators of job characteristics, the wording of the corresponding questions, and the latent constructs they are expected to load on. A prior exploratory factor analysis suggested the existence of four factors, based on both the Kaiser-Meyer-Olkin criterion and a scree plot (data not shown). Some indicators have been discarded (indicated by a dash in Table 1 ), either because they are conceptually unrelated to the constructs or because of their poor empirical performance or both.
Data and Empirical Approach
The setup of the confirmatory factor analysis (CFA) is congeneric. Factors are allowed to be correlated, whereas errors are not. Factor variances are normalised to 1. To ease interpretation of the results later on, I collapse the factor score variable into a binary, using individual thresholds.
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The econometric model for analyzing the job characteristics' influence on life satisfaction is given by
The dependent variable is the response to the general life satisfaction question, recorded on a 0-10 scale. I distinguish four different employment statuses: part-time (PT), self-employed (SE), unemployed (UE), and full-time, the last serving as the reference group. The predicted values for latent job characteristics are interacted with a dummy for working, which is 0 for the unemployed. The control set includes dummies for age groups, martial status, and years, a dummy for long-term health conditions, log equivalent real household income to capture consumption, and years of education. Finally, I also control for a mismatch of desired and actual hours worked. 8 Ferrer-iCarbonell & Frijters (2004) demonstrate that controlling for unobserved het-
. . , 4, where γ jit is the factor score for characteristic j of individual i in year t. Moreover, I also used common thresholds for all, which, however, failed to affect the findings substantially. 8 To do so, I construct two dummies, indicating desired hours of work being greater and smaller than actual hours worked (under-and overemployed); actually working the desired amount serves as the reference group. erogeneity in life satisfaction regressions is crucial, which is why I use the linear fixed effects estimator. To examine the role of unobserved heterogeneity in the present context explicitly, I employ a bootstrap-adapted Hausman test.
9 As the effects might be gender-specific, all estimations are carried out separately for men and women. Although the key objective is to analyse the effect on overall SWB, I also examine the effect on domain-specific wellbeing for reasons of consistency. The econometric model for analyzing job satisfaction,
is basically the same as (2) as a high workload, the expectation is θ j < 0. The underlying motivation for this expectation is that job characteristics that are vital for some functioning achievement, which individuals have reason to value, are of derived interest, as outlined in the previous section. Therefore, a favourable job characteristic is expected to increase life satisfaction, conditional on the respective functioning not being controlled for. Table 2 shows the CFA's factor loadings, the factor correlations, and some goodness-of-fit statistics. All but two indicators (JC_stress and JC_stillbusy)
Results
show a factor loading greater than 0.5, therefore being a first indication of convergence validity. Squaring the factor loadings reveals that for eight indicators the share of variation explained by factors is greater than 0.5.
The mid part of Table 2 suggests that allowing the factors to be correlated is justified.
[ Table 2 about here.]
The lower part of Table 2 suggests that the model's overall fit is acceptable or good; see, e.g., Brown (2006) . To assess convergent and discriminant validity in more detail, between job characteristics and subjective well-being, however, use crosssectional data. Since the use of subjective assessment of job characteristics is both widespread and particularly prone to an observed heterogeneity bias, the question of their empirical relevance immediately arises. Table 6 shows the results for the life satisfaction regression using a random effects approach. Since this approach exploits between variation only, the results are biased if fixed effects matter, i.e., are correlated with the covariates. The key findings, a significant influence of job characteristics on life satisfaction and their accounting for the unemployed's dissatisfaction with life, are supported. However, the results also suggest that fixed effects, such as being optimistic, in fact are correlated with both job characteristics and employment status. For instance, the coefficients of job characteristics from the random effects results are up to four times larger than those from the within effects results.
[ Table 7 about here.]
More specifically, Table 7 contains the differences between the point estimates provided by the fixed and the random effects model, along with their bootstrapped standard errors. Since I focus on the self-assessed job characteristics, I omit the other coefficients' differences. The results suggest that the differences for all but the autonomy coefficient for women are statistically significant. Finally, the hypothesis that the differences for all job characteristics are jointly zero can be rejected for both men and women. Therefore, results on the effects of job characteristics, measured by subjective evaluation, on life or job satisfaction, if they do not control for unobserved heterogeneity, should be treated with caution.
Summing up, the results suggest that the job characteristics in question are valid constructs, which contribute to both domain-specific job satisfaction and general life satisfaction. In particular, this holds although the employment statuses are controlled for. Finally, since unobserved heterogeneity is correlated with most covariates, results based on between variation are inclined to be biased.
Discussion
To put the results in perspective, figure 1 illustrates the composite effects of job characteristics relative to being full-time employed, where all job characteristic dummies equal zero, i.e., in the reference group. First, the graph shows that the composite effect on life satisfaction may be up to 0.2. Second, for men this composite effect is roughly 75% of the (absolute) psychic cost associated with unemployment. However, as the present study considers only selected job characteristics, future studies may find job characteristics to be even more important for subjective well-being.
[ Figure 1 about here.]
The results also indicate that the dissatisfaction associated with unemployment decreases after controlling for job characteristics for both men and women. Thus the evidence suggests that unemployed are deprived of characteristics provided by the activity of labor. From a CA perspective these characteristics are, however, of a derived interest or value only. Against this background, unemployed are deprived of functionings for which the considered job characteristics are pivotal to achieve, which ultimately leads to a lower life satisfaction.
The present study's limits are the following. First, I confine myself to two manifestations of labor, namely, regular jobs, i.e., wage labor and selfemployment. They are important, but other important manifestations of labor, such as informal work, volunteering work, or housework, are neglected.
Moreover, only a subset of job characteristics is considered. This selection is due to (i) a narrow concept of characteristics (based on Lancaster's approach), (ii) a focus on job characteristics being latent, and (iii) data availability. Other aspects of labor, such remuneration or amount of work, are not examined explicitly, although being controlled for.
Future studies may improve the measurement models by adding objective indicators for the same constructs considered here (e.g., type of contract).
Moreover, other directly observable job characteristics, such as entitlements or eligibilities associated with a job, may be added as well. Once the measurement models for some latent job characteristics have been set up, it is straightforward to conduct structural equation model approaches to the effect of job characteristics on selected functioning achievements. Moreover, adaptational analysis might yield new insights into the presence or absence of adaptive preferences. Finally, a more comprehensive approach may extend the analysis to other manifestations of labor.
Concluding Remarks
The present study has examined the influence of job characteristics on general life satisfaction, using the capability approach as the conceptional framework. A CA point of view suggests that job characteristics are associated with higher life satisfaction, since job characteristics may help to achieve functionings that individuals have reason to value. The results of the CFA suggest that the four constructs of job characteristics in question are valid, as the evidence indicates both convergence and discriminant validity. The job characteristics affect job and life satisfaction in the expected direction and turn out to be statistically and economically significant. More specifically, they account for some heterogeneity in life satisfaction among working people, since for men the difference in life satisfaction between a good job and a bad one seems to be of roughly the same size as between a bad job and being unemployed. Moreover, job characteristics, to some extent, account for the dissatisfaction associated with unemployment. This finding suggests that unemployed, who are likely to be deprived of characteristics provided by a labor activity, are therefore less satisfied with their life in general. In sum, the results suggest that individuals do, in fact, appreciate job characteristics.
The CA emphasizes that job characteristics are appreciated, since they are the vital inputs for achieving functionings that individuals ultimately have reason to value. Finally, the results indicate that controlling for unobserved heterogeneity is crucial in exercises which examine the effect of self-assessed job characteristics on subjective well-being.
Limits of the present study are as follows. First, it confines itself to two manifestations of labor, namely wage labor and self-employment. Other types of labor, possibly providing similar characteristics, such as housework, volunteering, and informal work, are neglected. Second, the selection of job characteristics was data-driven, and therefore the present study has to be considered as partial. Third, this study controlled for unobserved heterogeneity using a within estimator. For many exercises, however, panel data may not be available.
Moreover, other directly observable job characteristics, such as entitlements associated with a job, may be added as well. Once accepted measurement models are available, studies may focus on the job characteristics' effect on specific functioning achievements or pursue an adaptational analysis. Finally, future research may also extend the analysis to characteristics provided by other manifestations of labor. Note: Coefficients indicate θ j − θ j , where θ j denote estimates from linear fixed effects, and θ j from random effects model. The underlying predicted factor scores are collapsed using a common threshold, for both models. pjoint shows p-value for the hypothesis that coefficients jointly equal zero. Indicated levels of significance are * p < 0.05, * * p < 0.01, * * * p < 0.001.
